ideas, achievement of appropriate responsibility levels, and intrinsic work elements…. Based upon their findings, schemes such as merit and pay were predicted to be counterproductive."
Teachers are expected to render a very high job performance, and the Ministry of Education is always curious regarding the job performance of its teachers.
Also, the Ministry of Education demands a very high measure of loyalty, patriotism, dedication, hard work and commitment from its teachers (Ubom & Joshua, 2004) .
Similarly, the roles and contexts of educations' m o t i v a t i o n a l m e t h o d s a n d t o o l s c a n n o t b e underemphasized because high motivation enhances productivity which is naturally in the interests of all educational systems (Ololube 2004 (Ololube , 2005 .
It is assumed that teachers' agitations and demands are beyond the resources of the Ministry of Education or the government. As a result, the government in Nigeria and the Nigerian Union of Teachers (NUT) are in a constant stand-off over the increase in salaries, benefits, and improvements in working conditions of teachers. The federal and state governments have argued that the present economic realities in the country cannot sustain the demanded increase in salaries, benefits, and improvements in working conditions. Specifically they argue that teachers' demands are beyond the government resources.
Another problem is the government's position concerning the job performance of the teachers; they accuse the teachers of negligence, laziness, purposeful lethargy, and lack of dedication and zeal to work. They further argue that teachers' level of efficiency and effectiveness does not necessitate the constant request for salary increase, incentives and better working conditions. While teachers on their part argue that the existing salary structure, benefits and working conditions do not satisfy their basic needs in as much as other sectors of the economy have bigger salary structure, better motivation and enhanced working conditions. They feel Nigeria's economy is not properly balanced, hence, their demands. The teachers' argument is in line with Adams' (1963) equity theory of motivation. Adams' Equity Theory calls for a fair balance to be struck between employees' inputs (e.g., hard work, skill levels, tolerance, and enthusiasm) and employees' outputs (e.g., salary, benefits, and intangibles such as recognition). According to the theory's finding, a fair balance serves to ensure a strong and productive relationship with the employees, with the overall result being satisfied, thus motivated employees. The theory is built-on the belief that employees become demotivated, both in relation to their job and their employer, if they feel as though their inputs are greater than the outputs.
Employees can be expected to respond to this is different ways, including de-motivation (generally to the extent the employee perceives the disparity between the inputs and pecuniary and non-pecuniary factors. Pay levels and other material benefits must be sufficient to meet basic human needs (food, housing, clothing, transport, healthcare, education and training). However, overall job satisfaction among teachers is also strongly determined by higher order emotional and social needs, most notably professional self-esteem, job security, interpersonal relations at work (between teachers, education m a n a g e r s, p u p i l s a n d p a r e n t s / c o m m u n i t i e s ) , opportunities for career progression, the working environment, the workload and productivity/learning outcomes. Another key related issue is the level of accountability of teachers to their school managers, pupils, parents and wider community. 
Data Analysis
The collected data was tabulated and fed into SPSS XII, independent sample 't'-test and ANOVA was run in order to compare the variables.
A 't'-test analysis to look into the differences in mean between the males and females was attempted. On the over all job satisfaction scale male and female did not significantly differ (t= 1.14, p> 0.05), although female's mean (82.75) was slightly higher than the male's mean (81.85).
The mean difference between males and females on job satisfaction sub scale for administrative support, relation with colleagues were not significantly different. Table 1 shows that on the nature of work males' mean was greater (M=17.22) than the females (M=16.26). This difference was significant (p<0.05) and suggests that males are more satisfied with their nature of work.
Similarly on salary males' mean (6.85) is greater than females' mean (6.39). This difference was significant (p<0.05) and suggests that males are more satisfied than females on salary.
On atmosphere, promotion, decision making and job security females' mean was greater than males. The difference was significant (p<0.05) and suggests that females are more satisfied on atmosphere, promotion, decision making and job security.
A 't'-test analysis to look into the differences in mean between the permanent and contractual teachers was attempted. On the over all job satisfaction scale permanent and contractual teachers significantly differ (t= 3.454, p< 0.05), permanent teachers' mean (83.29) was significantly higher than the contractual teachers' mean (80.54) ( Table 2 ).
The mean difference between permanent and contractual teachers on job satisfaction sub scales for nature of work, administrative support, atmosphere and promotion were not significantly different.
On salary, decision making, relation with colleagues and job security permanent teachers' mean was greater than contractual teachers' mean. The difference was significant (p<0.05) and suggests that permanent teachers are more satisfied on salary, decision making, relation with colleagues and job security and as well as on over all job satisfaction scale. On the subscale of atmosphere there is a significant difference among the groups (p<0.05) ( ANOVA was done in order to see the differences among the groups age wise. ANOVA results shows that there is no significant difference among the groups on over all job satisfaction scale and nature of work, administrative support, salary, atmosphere, promotion, decision making and job security subscales of job satisfaction scale.
On the subscale of decision making there is a significant difference among the groups (p<0.05) ( Table 4 ). The mean of Group having age group 41-50 years is (9.22) is significantly better than the mean of groups having age group 21-30 years and 31-40 years and on the other hand group having age 51-60 years mean (9.21) is significantly ANOVA was done in order to see the differences among the groups age wise. ANOVA results shows that there is no significant difference among the groups on over all job satisfaction scale and nature of work, administrative support, salary, atmosphere, promotion, decision making and job security subscales of job satisfaction scale.
On the subscale of relation with colleagues there is a significant difference among the groups (p<0.05).
Teachers having the experience 11-15 years mean is significantly better than the teachers having experience 
Discussion
When teachers were compared gender wise on job satisfaction scale. It was found that male teachers were more satisfied on nature of work and salary on the other hand female teachers were more satisfied on atmosphere, promotion, decision making and job security. Which shows that female teachers were more satisfied than their counter parts male teachers (Table 1) .
When teachers were compared regarding their nature of job. It was found that those teachers who are having permanent job they were more satisfied on salary, decision making, relation with colleagues, job security and over all job satisfaction. Which shows that permanent teachers were more satisfied than their counter parts on contractual job ( (Table 4) (Table 5) .
Conclusions
· There is a significant difference between the opinions of male and female teachers on nature of work and salary.
Male teachers are more satisfied with these two aspects of job satisfaction. · School atmosphere should be made appropriate for female teachers to work satisfactorily.
· They should have security of their job at the institution.
Otherwise they will not be committed to their work.
· Contractual teachers should be given same status like permanent teachers. They should be considered the part of faculty. They should be involved in all types of activities as permanent teachers are.
· Administration should understand the problems of newly appointed teachers or the teachers having less experience.
· There should be no distinction among teachers regarding their designation. Elementary school teachers should also be satisfied as secondary school teachers.
· School administration should create an atmosphere in the institution in which all types of teachers may feel satisfaction and respect.
